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ABSTRACT 

A survey was developed to identify critical factors 
in job selection and retention for speech/ language pathologists, 
physical therapists, and occupational therapists. The survey was 
completed by 455 New Mexico professionals in these disciplines. A 
principal-components analysis identified six factors that were 
important in career decisions: (1) opportunities for professional 
development/advancement; (2) professional relationships and program 
philosophy/ environment; (3) salary and prestige; (4) types of clients 
and caseload; (5) flexibility in work schedule; and (6) job location 
and benefits. All disciplines agreed that professional relationships 
and program philosophy/environment were most important, followed by 
the geographical location and benefits of the position. The least 
important factor was salary and prestige. Some discipline-specific 
differences were revealed. Implications are noted for recruitment and 
retention efforts of programs who hire professionals from these 
disciplines. (Author /JDD) 



* Reproductions supplied by EDRS are the best that can be made * 

* from the original document. * 




'This document h»$ been reproduced as 
receded from the person or organization 
originating it 



C Minor changes have been made to improve 
reproduction quality 



a Points of view or opinions stated in thi$ docu- 
ment do not necessanly represent official 
OERI position or potiry 



Factors Related to the Recruitment 
and Retention of Professionals 
from Specialized Disciplines 



Deborah Harrington, Ph„D. 

Gail C. Beam, Ph.D. 
Marci Laurel, M.A., CCC-SP 



Project TIE (Teams in Early Intervention) 
Training & Technical Assistance Unit 
NM University Affiliated Programs 
University of New Mexico School of Medicine 
Albuquerque, New Mexico 87131-5020 
(505) 272-3000 



by 



■ PERMISSION TO REPRODUCE THIS 
MATERIAL HAS BEEN GRANTED BY 




BEST COPY AVUE 



TO THE EDUCATIONAL RESOURCES 
INFORMATION CENTER (ERIC)." 



Abstract 



One difficult issue facing early intervention programs is the 
recruitment and retention of qualified personnel from specialized 
fields. Project TIE (Teams in Early Intervention) , an inservice 
training model, developed a survey to identify critical factors in 
job selection and retention for speech/ language pathologists, 
physical therapists, and occupational therapists. The survey was 
completed by 455 professionals in these disciplines. A 
principal-components analysis identified six factors that were 
important in career decisions: (1) Opportunities for professional 
development /advancement, (2) Professional relationships and 
program philosophy/environment, (3) Salary and prestige, (4) Typt.3 
of clients and caseload, (5) Flexibility in work schedule, and (6) 
Job location and benefits. The average ratings of the survey items 
composing each factor showed respondents rated most factors as very 
important or somewhat important . All disciplines agreed 
professional relationships and program philosophy/environment 
(Factor 2) were most important, followed by the geographical 
location and benefits of a position (Factor 6) . Salary and 
prestige (Factor 3) was the least important consideration. Some 
discipline specific differences and background characteristics of 
professionals were also related to the extent factors affected 
career decisions. The findings have implications for recruitment 
and retention efforts of programs who hire professionals from these 
specialized disciplines. 
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Introduction 

Project TIE (Teams in Early Intervention) is an inservice 
training model designed to respond to the need to train 
individuals from a variety of disciplines to become competent 
early interventionists. TIE training is aimed to giving parents, 
health care professionals, speech/ language pathologists and 
occupational and physical therapists a common framework for early 
intervention and methods to work effectively as team members. 
While this training meets the intent of the project, staff also 
recognized that one of the most difficult issues facing early 
intervention programs is the recruitment and retention of 
qualified personnel from specialized fields. For this reason, we 
attempted to ascertain critical factors in job selection and 
retention for speech/ language pathologists (SLPs) , physical 
therapists (PTs) and occupational therapists (OTs) . We hoped 
that our findings would prove informative and useful to the 
administrators of programs for young children with special needs. 

Methods 

A survey was designed and sent to all licensed 
speech/language pathologists, occupational therapists and 
physical therapists in the state of New Mexico • Approximately 
1500 surveys were distributed to these professionals statewide, 
regardless of the type of setting in which they were currently 
employed. A stamped return envelope was included, along with a 
letter explaining the reasons for our interest. Approximately 
30% of the surveys (n=455) were returned. Table 1 describes the 
background characteristics of the survey respondents, the large 
majority of whom were women (93, 86, and 86% for SLPs, PTs and 
OTs, respectively) . 

Professionals were asked to rate the importance of 27 items 
in making career decisions using a four point scale (i.e., l= very 
important , 2= somewhat important . 3= minimallv important , and 4= not 
important ) . Their ratings were then subjected to a 
principal-components analysis to determine how the items 
clustered to produce different factors that figure into decisions 
about accepting or continuing to work in a position. 
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Results 



Table 2 describes the six factors uncovered in the analysis. 
Table 3 lists the survey items that clustered into each factor. 
The average ratings of the survey items composing each factor were 
computed. Figure 1 shows the majority of respondents tended to 
rate most factors as very important or somewhat important . 
However, there were significant differences among th?^ factors in 
ratings of importance [F(2,439)=3.08, p<.05]. Table 4 shows the 
ordering of factors in terms of their relative importance in 
affecting career decisions. This table also shows the disciplines 
differed in their pattern of ratings on these factors 
[F(10,2195)=2.94, p<.01]. SLPs, PTs, and OTs all agreed 
professional relationships and program philosophy and environment 
(Factor 2) were most important, followed by the geographical 
location and benefits of a position (Factor 6) . Interestingly, 
salary and prestige (Factor 3) was che least important 
consideration, although it was still viewed as somewhat important 
in affecting career decisions. Both PTs and OTs rated flexibility 
in work schedule (Factor 5) as relatively more important than 
opportunities for professional advancement or development (Factor 
1) whereas the reverse was the case for SLPs. 

There also were significant differences among disciplines in 
the degree to which a factor was important, but only for items 
composing Factors 4 and 5 (see Figure 1) . Specifically, PTs viewed 
the types of clients and caseload (Factor 4) as somewhat less 
important in comparison to SLPs or OTs [F(2 , 445) =3 . 57 , p<.05]. 
Both PTs and OTs felt flexibility in their work schedule (Factor 5) 
was more important than SLPs [F(2,442)=5.70, p<.01]. A step-wise 
multiple regression analysis which controlled for background 
characteristics (i.e., percent time employed, education, age, years 
current experience, years overall experience) showed the discipline 
differences remained significant for Factor 4, despite its 
correlation with overall experience; the types of clients and 
caseload were more important for less experienced professionals 
[r=~.16, p<.01]. In contrast, the discipline differences on Factor 
5 were due entirely to its correlations with the percent of time 
employed and age. Flexibility in the work schedule was more 
important for those who worked fewer hours [r=-.53, p<.001] and for 
younger individuals [r=-.16, p<.01]. 

The step-wise multiple regression analyses also revealed 
additional relationships between some background variables and some 
factors important in career decisions. The number of years current 
experience was correlated with Factor 1 [r=-.ll, p<.05] and the 
percent of time employed correlated with Factor 6 [r=. 13 , p< . 025] . 
Opportunities for advancement or development were more ^ important 
for those who had spent less time in their current position, and 
job location and benefits were more important for individuals who 
worked more hours. 
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> Table 4. Rank Ordering of the Importance of Factors as They Affect 
Decisions to Accept or Continue to Work in a Position. 



FACTOR 


DESCRIPTIOK OF FACTOR 


ORDER 
SLP 


OF 
PT 


IMPORTANCE^ 
OT MEAN 


1 


Opportunities for professional 
development and/or advancement 


4 


5 


5 


5 


2 


Professional relationships and 
program philosophy/ environment 


1 


1 


1 


1 


3 


Salary and prestige 


6 


6 


6 


6 


4 


Types of clients and caseload 


3 


4 


4 


3 


5 


Flexibility in work schedule 


5 


3 


3 


4 


6 


Job location and benefits 


2 


2 


2 


2 



The relative order of importance was based on the average of the 
ratings of importance for survey items composing each factor. For 
each discipline, statistically significant differences were found 
among factors in mean ratings of importance. 
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Conclusions 



These results have implications for recruitment and retention 
efforts- Administrators who need to hire professionals from these 
specialized disciplines may want to emphasize or develop features 
of their programs that relate to job selection and satisfaction. 
For example, since professional relationships and program 
philosophy/environment (Factor 2) were of primary importance to all 
disciplines, administrators should highlight or, if necessary, 
strengthen such aspects of the program. The factor rated second in 
relative importance by all disciplines was job location and 
benefits (Factor 6) . Although the location of a position cannot be 
altered, administrators can influence the benefits available to 
staff. While all disciplines rated salary and prestige (Factor 3) 
last in relative importance, these issues were still rated as 
somewhat important which suggests they are significant and need to 
be addressed in recruitment and retention efforts. 

The correlation of some background characteristics with the 
degree some factors affected career decisions should also alert 
administrators to characteristics of professionals that may impact 
on their career decisions and job satisfaction. In particular, 
administrators may want to allow for flexibility in work schedules 
(Factor 5) for professionals who work part time especially as they 
are less concerned with job benefits (Factor 6) • Further, efforts 
to provide clear avenues for advancement or professional 
development (Factor 1) may be especially important for recruiting 
and retaining new employees. 
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